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Note to Reader: 
This briefing provides a high-level 
review of select trends in TSX 60 
CEO pay levels and design observed 
over the most recent proxy season. 
For our clients, we make available 
more detailed analysis and 
interpretation of trends (e.g. 
incentive plan design, relationship 
between pay and performance, etc.), 
including the identification of 
implications tailored to each specific 
client’s characteristics and 
circumstances. 

 
 
 
TSX 60 CEO Compensation: A Review of Trends  
 
 
In the same way that performance among companies in the TSX 60 Index1 (“TSX 60”) is 
considered a bellwether of the overall Canadian economy, the compensation and governance 
practices of the TSX 60 provide an important frame of reference for Canadian companies 
generally. Since the end of the most recent Canadian proxy season, Hugessen Consulting has 
compiled data on the executive compensation practices at TSX 60 companies, with the aim of 
uncovering recent trends in pay levels and design.  

This document provides a glimpse into some of the high-level findings from this review. 

Actual CEO Pay Levels Increased Year-over-Year 

• For the companies that currently make up the TSX 
60, median actual Total Direct Compensation2 
(“TDC”) in 2012 was $7.5 million, ranging from 
a low of $2.9M (First Quantum Minerals) to a high of 
$16.4M (Magna International)  

o This represents an increase of 14.4% above 
the 2011 median, and includes companies 
where a change in CEO (n=18) occurred 
between 2011 and 2012 

o For same incumbent CEOs (n=42), median 
TDC increased by 4.5% between 2011 and 
2012 

• In comparison, the median 2012 CEO TDC for the S&P 500 was $9.3 million3   

                                                        
1 The S&P/TSX 60 is a subset of the S&P/TSX Composite. It has 60 constituents and represents Canadian large cap securities 
with a view to matching the sector balance of the S&P/TSX Composite Index 
2 For the purposes of this document, TDC is equal to the sum of base salary, actual short-term incentives paid, and expected 
value (or grant date fair-value) of long-term incentives granted 

3 Source: Equilar (leading provider of Executive Compensation data) 
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Long-Term Awards Make Up Larger Portion of Target CEO Pay 

• 2012 saw a continued shift in target pay mix, with LTIP accounting for a larger 
percentage of target CEO pay than in previous years, at the expense of base salary 
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Increased Use of Multiple LTIP Instruments 

• The vast majority of TSX 60 
companies (82%) grant at least 
two types of LTIP instruments 
to CEOs, an increase from 
2011, when 75% of companies 
granted at least two LTIP 
instruments  

• Among those that use two LTIP 
instruments, the most common 
combination of instruments 
used were options and 
performance share units (PSUs) 
 

Size Remains Better Predicter of Pay Than Performance 

• Generally speaking, during the past three years, the correlation between CEO TDC and 
company size (i.e. market cap) has been greater than between CEO TDC and 
performance (i.e. total shareholder return) 

o We have observed that this trend is more apparent in some industries, such as 
Financial Institutions (as shown below) and mining, than in others  

• While this trend is interesting, it is important to note that the largest portion of TDC 
typically consists of the grant-date value of long-term incentive grants, the majority of 
which are not adjusted for performance at the time of grant; the correlation between 
pay and performance is likely much higher once payouts are realized 
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* Constituents include: Bank of Montreal, Brookfield Asset Management, CIBC, Manulife Financial, National Bank of Canada, 
Power Corporation of Canada, Royal Bank of Canada, Sun Life Financial, The Bank of Nova Scotia, and The Toronto-Dominion 
Bank 

 
 
 

 
For further information on the contents of this briefing, or to obtain access to Hugessen’s more 
comprehensive data and analysis on TSX 60 trends, please contact any of the following professionals: 
 
Toronto:  Georges Soaré  416-868-4416   gsoare@hugessen.com 
  Bridget da Silva 416-868-4429  bdasilva@hugessen.com  
Calgary:   Scott Munn   403-441-6297  smunn@hugessen.com  
 
 
Hugessen Consulting is an independent consulting firm dedicated to meeting the executive compensation 
consulting requirements of boards and their compensation committees. With offices in Toronto and Calgary, the 
firm's mission is to be the leading provider of advice on executive compensation, performance measurement and 
assessment, and related governance to the compensation committees of medium and large companies in Canada, 
the U.S., and the U.K. 
 
© 2013 by Hugessen Consulting Inc. All rights reserved. 
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